Abstract: Competency mapping is an area which has been least explored in Indian industries. Competency mapping is an important resource in the environment
I. Introduction
Competency mapping is a process through which one assesses and determines one's strengths as an individual worker and in some cases, as part of an organization. It generally examines two areas: emotional intelligence or emotional quotient (EQ), and strengths of the individual in areas like team structure, leadership, and decision-making. Large organizations frequently employ some form of competency mapping to understand how to most effectively employ the competencies of strengths of workers. They may also use competency mapping to analyze the combination of strengths in different workers to produce the most effective teams and the highest quality work.
Advantages
 Flexible method that can be used to improve multi-user systems.  Data is collected from the respondent's perspective and in his or her own words.  Does not force the respondents into any given framework.  Identifies even rare events that might be missed by other methods which only focus on common and everyday events.  Useful when problems occur but the cause and severity are not known.  Inexpensive and provides rich information.  Emphasizes the features that will make a system particularly vulnerable and can bring major benefits (e.g. safety).  Can be applied using questionnaires or interviews. Disadvantages  A first problem comes from the type of the reported incidents. The critical incident technique will rely on events being remembered by users and will also require the accurate and truthful reporting of them. Since critical incidents often rely on memory, incidents may be imprecise or may even go unreported.  The method has a built-in bias towards incidents that happened recently, since these are easier to recall. It will emphasize only rare events; more common events will be missed. vii) If an employee is unable to close critical gaps in 1 year, then a role change may be needed. viii) Proficiency Levels need to be raised periodically.
Need Of The Study
Organizations are using competencies in virtually every human resource domain. Through its discipline-specific competency maps has become the industry benchmark. These maps document the technical skills required at specific levels of expertise. This enables individuals and organizations to identify and manage the skills that both organizations and individuals require to be successful. The Petro Skills courses are designed to deliver these competencies as part of a coordinated training program.
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"North American Life (1995),"Competency Model"".
It used the Hay system to link competency, performance management, and pay. They came up with a short list of 10 competencies --analytical thinking, conceptual thinking, customer focus, developing people, flexibility, information seeking, listening and understanding and responding, performance excellence, team leadership, and teamwork, specific to NAL using a standardized menu of competencies to survey employees and identify proficiencies relevant to each job. An Innovative Management Practice Tool', expounds that employee competency mapping is one such innovative practice that is widely being used by organizations today. Competency mapping is about assessing the value of human capital and its development. Care needs to be taken to ensure the involvement of the entire organization. The need to map and monitor the competence is perceived by most organizations as a tool to add value to their key resource areas as observed by the authors.
Dubois, (1993); and Lucia & Lepsinger, (1999)
A Competency is the capability of applying or using knowledge, skills, abilities, behaviors, and personal characteristics to successfully perform critical work tasks, specific functions, or operate in a given role or position. Personal characteristics may be mental/intellectual/cognitive, social/emotional/attitudinal, and physical/psychomotor attributes necessary to perform the job.
II. Objectives Of The Study
Primary objectives:  To identify and establish a match between the skills required to perform a job and actual talent of job holder.  To identify the training and development needs of individual.  Secondary objectives:  To design and conduct competency mapping exercise for a set of roles played by the employees in the organization.  To learn to design competency model for the organization.  To identify and build competencies of individuals as efficient and effective employee. 
III. Research Methodology
Research Design:  Descriptive research design It includes surveys and fact-finding enquiries of different kind. The major purpose of descriptive research is description of state of affairs, as it exists at present. 
Interpretation:
The above table highlights that the data for constructs were subjected to independent sample t-test. The levene's test for equality of variance was applied. The f.statistics value has corresponding significance (or pvalue) greater than 0.05 for construct like knowledge level competencies with respect to qualification.This means that for these construct null hypothesis gets to be rejected as "there is a significant difference in the opinion of respondents towards knowledge level competencies with respect to qualification".
Friedman Test Key Result Areas Of Production Null hypothesis:
There is no significant difference among the variables regarding key areas of production.
Alternative Hypothesis:
There is a significant difference among the variables regarding key areas of production. 
Interpretation:
The above table no: 1 infers that safety knowledge has the lowest mean score when compared to other variables. It shows that safety knowledge rank highest in key result areas of performance. From the above table no: 2 it is clear that "there is a significant difference among the variables regarding key areas of performance".
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Kruskal-Wallis Test Key Result Areas Of Production Null hypothesis:
There is no significant difference among the variables regarding key result areas of production regarding years of service in the organization.
Alternative Hypothesis:
There is a significant difference among the variables regarding key result areas of performance regarding years of service in the organization. 
Test

Interpretation:
The cost maintaining in 2 to 4 yrs has the lowest mean score when compared to other variables. It shows that cost maintaining in 2 to 4 yrs rank highest in key result areas of production.From the above table it is clear that "there is a significant difference among the variables regarding key result areas of production regarding years of service in the organization".
IV. Findings
One Way ANOVA Test:  It is clear that there is a significant difference in the opinion of respondents towards knowledge level competencies with respect to qualification. The F-statistic value has corresponding significance (or p-value) of greater than 0.05 for all constructs.
Friedman test:
 It is clear that there is a significant difference among the variables regarding key areas of production. The safety knowledge has the lowest mean score when compared to other variables. It shows that safety knowledge rank highest in key result areas of production.
Kruskal-Wallis Test:
 It is clear that there is a significant difference among the variables regarding key result areas of production regarding years of service in the organization. Cost maintaining in 2 to 4 yrs has the lowest mean score when compared to other variables. It shows that cost maintaining in 2 to 4 yrs rank highest in key result areas of production.
V. Suggestions
The organization should frame the standard for the role of the employees played in the organization; the standard should be revised often based on the advancements in the job. The DAP (Development Action Plan) must be prepared and given to employees for further follow up from the side of employees and employees should be motivated to perform the task. The organization should promote a participatory culture in which every employee in the organization will have a chance to express his suggestions, it would give a chance of generating type of training to be provided. The organization can provide on the job training such as coaching, job instruction, committee assignment, etc. The organization can use the competency model designed to identify the training need of the employees.
VI. Conclusion
Competency mapping can ultimately serve the individual who decides to seek employment in an environment where he or she perhaps can learn new things and be more intellectually challenged. Basically, it is not only done for Confirmed employees of an organization and it can also be done for contract workers or for those seeking employment to emphasize the specific skills which would make them valuable to a potential employer. Skill development by Competency mapping is one of the most accurate means in identifying the job and behavioral competencies of an individual in an organization .Competency mapping should not be seen as rewards. Competency is a set of knowledge, skills and attitudes required to perform a job effectively and
